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Introduction

Ostracism is seen as an action that people face in both their professional and personal lives (Ferris, Brown,
Berry & Lian, 2008; Wu, Yim, Kwan, Zhang, 2012). Because the organizational environment is a place where
there is an interaction between people, ostracism is also common in organizations (Ferris et al., 2008; Fox &
Stallworth, 2005; Wu et al., 2012). Besides it is commonly seen in organizations, the concept of organizational
ostracism has attracted the attention of researchers with the increasing importance of social ties in the workplace
environment (Gkorezis & Bellou, 2016). Ostracism is defined as neglecting, ignoring or excluding by an individual
or another group (Leung, Wu, Chen, Young., 2011; Williams, 2007). Ostracism can be defined as not acting in
order to make a social relationship with others (Robinson, O’Reilly & Wang, 2013). Organizational ostracism is
that an individual or a group neglects to interact with another member of the organization when it is socially
appropriate to do so (Chung, 2015). Ostracism may be in a variety of forms, from removing and dismissal, to being
basically silent or avoiding eye contact (Ferris et al., 2008). Ostracism is the neglect of appropriate actions that
attract someone else's attention, like when an individual or a group fails to accept, involve, select, or invite another
individual or group (Chung, 2015). Ostracism is a communicative action that occurs verbally (for example,
refusing to speak to an excluded person) or non-verbally (eg, avoiding eye contact with the excluded individual)
(Ferris et al., 2008). Ostracised employees are ignored at work, excluded from conversations, avoided in meeting
places and being treated as if they were not (Ferris et al., 2008).

Because workplace ostracism is more subtle than other forms of negative workplace experiences, followers
often perceive it as less harmful and more socially acceptable (O’Reilly, Robinson, Berdahl & Banki., 2015). This
misperception may have contributed negatively to the lack of interest in researching this issue in past
organizational studies (Steinbauer, Renn, Chen & Rhew, 2018).

Ostracism is different from other forms of social mistreatment, workplace ostracism includes the neglect of
desired behaviours that do not intend to cause any harm rather than a combination of behaviours (Ferris et al. 2008;
Robinson et al. 2013; Williams, 2007). Although they are used interchangeably, ostracism differs from bullying,
interpersonal deviation, social decay, aggression and harassment in various ways. First, ostracism is defined as the
lack of interaction, although all other concepts are interactive. Second, social environments and applicable norms
determine whether ostracism can be socially accepted or not. (Williams, 2007). For example, while harassment or
bullying cannot always be tolerated, it is appropriate for an administrator to take lower-level employees out of
secret meetings. Finally, the motives, awareness and intention of the actors are generally irrelevant to the
perception of the target (Robinson et al., 2013).

Organizational ostracism is the individual's unwillingness to attitude and behavior towards his / her colleagues,
managers and the organization as a result of inhibiting his / her relations with the organization. Preventing the
social relations, communication and relations with the managers of the individual, ignoring the existence of the
individual, shaking respect and trust, and manifesting are the behaviours related to the deprivation of social
activities (Halis & Demirel, 2016). Organizational ostracism shows itself as one or more employees exhibiting
cold behaviors towards some colleagues (such as leaving the room when the person enters the room or ignoring
the person), creating an internal perception that they are not desired (Keklik, Saygin, & Oral, 2013). Organizational
ostracism is generally defined as the “cold behavior” or “silent behaviour” of colleagues towards their employees
(Leung et al. 2011). Organizational ostracism has three characteristics. First, it may not require motivation to harm
the target (Robinson et al., 2013). Sometimes employees can ignore their colleagues because they are busy with
their work (Ferris et al., 2008). Second, it occurs when employees exclude them from the group, although it is
appropriate to include them socially (Robinson et al., 2013). Third, it is characterized by neglect of positive
attention rather than negative attention (Robinson et al., 2013).

Ostracism may not always be intentional or punitive. In some cases, people ignore others because they get too
much involved in their own business, which inadvertently ignores people and their reactions (Williams, 2007).
When people are unaware that they engage in socially excluded behaviors, they may not be excluded (Robinson
etal., 2013). Such exclusion is very common when people are unaware of their actions. For example, when sending
group e-mail messages, people might forget to include another person's e-mail address, thinking they are already
involved. Exclusion may be uncertain because an individual may or may not know whether he or she is consciously
excluded (Williams, 2007).

The results of the study showed that organizational ostracism has negative consequences for both employees
and organizations. Exclusion of employees in the workplace can have various negative effects, such as impairing
physical and psychological well-being and health, reducing organizational commitment and job satisfaction,
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increasing emotional exhaustion, and increasing intentions to quit (Ferris et al., 2008; Ng, 2017; O'reilly et. al.,
2015). In addition, the exclusion of employees in the workplace may prevent them from performing prosocial
behaviors, such as organizational citizenship behavior, which express extra efforts for the success of the
organization, as well as contribute to the realization of behaviors against productivity (Balliet & Ferris, 2013;
Ferris, Lian, Brown & Morrisris, 2013; Ferris, Lian, Brown & Morrisris, 2013; Ferris, Lian, Brown & Morrisris,
2013; (2015; Leung et al., 2011; Zhao, Peng & Sheard, 2013) As can be seen from this information, organizational
exclusion can be considered as a situation that should be prevented because of its negative consequences.

As the leader of the organization, the behaviors and attitudes of the managers can affect both the shaping of
the organizational environment and the behaviors and attitudes of the employees. In that sense, the leadership
actions of the school administrators can also be effective in teachers' experience of organizational ostracism.
Paternalist leaders in collectivist societies such as Turkey, where high compliance, taking responsibility for others,
being very much dependent on each other and protecting relationships stand out, performs behaves for t the needs
the employees with collectivist tendencies who take into consideration by showing interest, making constant
communication and close personal relationships (Pellegrini & Scandura, 2008); and because of this situation
paternalistic leadership is a positively-perceived approach. Paternalistic leadership has a positive effect on the
attitudes and behaviors of employees in collectivist cultures such as Turkey (Gelfand, Erez & Aycan, 2007). In
this sense, the collectivist tendencies in countries such as Turkey, paternalistic leadership behaviors such as
organizational behavior can be negatively perceived exclusion in institutions and attitudes can be seen on display.

Paternelist leadership has been described in various ways in the literature. Gelfand et al. (2007) described
paternalist leadership as an approach in hierarchical relationships similar to that of a father figure, guiding the
individual and professional lives of employees and in turn expecting them to be attached to subordinates.
Paternalist leadership is a relational and adaptive approach that includes authoritarianism that effectively facilitates
the achievement of organizational goals in an environment where power and resources are limited (Huang, Xu,
Chiu, Lam & Farh, 2015), in addition to humanizing the organization (Aycan, 2006). Farh and Cheng (2000) argue
that paternalist leadership derives from values in traditional societies that belong to a nurturing, caring, connected,
but authoritarian, demanding, and disciplined father figure with paternal helpfulness and strong discipline and
authority. In paternalistic relationships, subordinates respond to the leader's helpful, caring and protecting with
commitment, belonging and compliance (Pellegrini, Scandura & Jayaraman, 2010).

Paternalist leadership bases the leadership process on the spiritual bond that arises from the family atmosphere
to be created in the organization, rather than sharing the roles and responsibilities between the leader and the
audience seen in traditional leadership approaches (Erkus et al.). The basis of this leadership approach is to create
a family atmosphere in the workplace of the leader, to approach his followers as a father, and to make every effort
to make his followers take care of his private life outside of his business life (Erkus, Tabak & Yaman, 2010; Erben
& Giineser, 2008). Paternalist leaders require employees to take care of their work and activities as well as their
non-work lives and to strive for the personal happiness of employees (Gelfand et al., 2007). Paternalist leaders not
only use their status, hierarchy and power to influence employees, but also provide guidance, protection, feeding
and care for employees (Mansur, Sobral & Goldszmith, 2017; Uguroglu, Aldogan, Turgut & Ozatkan, 2018)

Paternalistic leadership is defined as a leadership approach that has three dimensions called authoritarianism,
including charity, moral values and strong discipline and authority (Farh and Cheng, 2000). Charity leadership
involves the tolerance and compassion of the leaders towards the employees, the attention to the personal or work
related activities of the employees, and the mutual relationship between the leader and the employees (Cheng,
Chou, Wu, Huang and Farh, 2004). The charitable leader tries to give care to employees when they encounter
problems, shows interest and encourages them to find solutions to their problems (Ugurluoglu et al., 2018). The
moral dimension focuses on the leader's value for honesty, self-discipline and selfishness, and prudence and
fairness. In the moral dimension, the leader is expected to exhibit behaviors such as fulfilling his responsibilities,
being honest, not abusing others and being selfish. In the authoritarian dimension, the role of the relationship
between the leader and the employee is determined hierarchically by the roles and attention is paid to maintaining
the social order. Leaders with high authority have strong personal authority and pressure on their subordinates
(Chen and Kao, 2009).

Paternalist leaders, who ignore their own wishes and interests, think of the benefit of the employees of the
organization and sacrifice, love and protect with an understanding (Erkus et al., 2010). In addition, paternalist
leaders are interested in both the professional and private lives of employees (Erben and Giineger, 2008). In this
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respect, paternalist leaders take a close interest in teachers at school, support them, and sacrifice their own interests
if they are in their best interest and exhibit a protective attitude (Erkus et al., 2010). School principals will exhibit
the behaviors envisaged by the paternalist leadership and will take care of the professional and private lives of the
teachers closely and provide support when they need it, and will act in a protective manner. In addition, since they
exhibit positive behaviors towards themselves, teachers may tend to leave themselves alone in their relationships
with their colleagues and reluctance in attitudes and behaviors towards their managers and colleagues, and they
may not exhibit organizational exclusion behaviors and think that they are not excluded. In this regard, school
principals can make teachers perceive that they are not exposed to organizational exclusion behaviors by realizing
their paternalist leadership behaviors and at the same time ensure that teachers do not take actions to exclude their
colleagues.

Paternalistic leadership is an approach that is perceived as positively in the collectivist societies where power
distance is high such as Turkey (Mansur et al., 2017). Therefore, paternalist leaders include actions that teachers
think are useful to them. In terms of reciprocity theory (Zhao et al., 2013), which includes the good behavior of an
individual or group towards a person and negative behavior of a person or group (Zhao et al., 2013), a teacher who
faces exclusion will retaliate against the managers and colleagues. In this respect, the positive perception of the
paternalist leader by the teachers, in other words, when the administrators think that they are good and can make
sacrifices, will develop a positive attitude as a necessity of reciprocity. As a result, teachers will not feel excluded
or try to exclude them.

Organizational environment can be effective in excluding employees. Business environments with high
competitiveness and environments where employees are pushed, rejected and punishment is felt will lead to
ostracism (Ng, 2017). Paternalist leaders will be perceived as a natural but not authoritarian attitude when the
father figure can be more important than solidarity because the managers will change the organizational
environment to a place where the family atmosphere exists and the paternalistic attitudes towards the employees
will give importance to the solidarity rather than the competition. In addition, paternalist leaders try to create an
environment in which employees are well connected and connected. It has been found that social commitment
positively affects individuals' resilience to and exclusion from exclusion (Pfundmair, Graupmann, Frey & Aydin,
2015). This may not cause employees to feel excluded.

Paternalist leadership tries to create a family environment in the organization (Erkus et al., 2010). Paternalist
leaders strive to establish strong ties between members of the organization, such as members of the family. In a
society where family ties are seen as very important, it can be predicted that both teachers and administrators will
not take exclusionary attitudes towards each other when strong ties between teachers and administrators and
teachers are established and close relationships are established. Indeed, Eisenberger et al. (2007) found that
situations with strong social ties have protective effects against exclusion. In addition, Uskul and Over (2017)
suggested that individuals with a strong sense of social interdependence would not perceive exclusion as a threat
and that their own exclusionary actions would be less common. In this respect, paternalistic leadership, which
envisages an effort to create a family environment in schools, will enable teachers to encounter exclusionary
behaviors and work in an environment where exclusionary actions are not observed. Thus, it can be stated that
paternalist leadership may prevent teachers from experiencing exclusion.

Those who work for the cultures with collectivist tendencies may be more adversely affected when they are
exposed to exclusion behavior than individualists, because social ties are very important to them, so the risks
associated with losing these ties are very high (Uskul & Over, 2017). When Turkey is considered to be a collectivist
society, negative situations that may be caused by the exclusion of teachers in schools may have serious
consequences for teachers and the quality of education. In this respect, it is important to take the necessary
measures to prevent teachers from experiencing exclusion. One way of doing this is to identify the factors that
may hinder the formation of organizational exclusion. In this study, the effect of paternalistic leadership on the
organizational exclusion of teachers will be examined and information about what can be done to prevent exclusion
will be contributed. Therefore, in this study, the relationship between school principals ‘'level of paternalistic
leadership behaviors and teachers' organizational exclusion experience were investigated.
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Method
Research Design

Relational survey model was used in this study, which examined the relationship between the levels of
fulfillment of paternalistic leadership behaviors of school principals and organizational ostracism levels of
teachers.

Participants

The study group of this study consisted of 187 classroom teachers working in 11 primary schools in the central
district of Bartin. 101 teachers were the sample of the study. 52.5% of the classroom teachers who participated in
the research were female and 47.5% were male. Almost all of the teachers are faculty graduates. 3% of teachers
have 1-5 years, 5% of them have 6-10 years seniority, 12.9% of them have 11-15 years seniority, 16.8% of them
have 16-20 years seniority and 62.4% have 20 years seniority. The majority of the teachers (75.2%) were aged 41
and over.

Data Collection Tools and Data Collection

Workplace Pstracism Scale developed by Ferris et al. (2008) adapted to Turkish by Celik and Kosar (2015)
and consisted of 13 items was used in order to determine the levels of organizational ostracism of teachers. The
Paternalistic Leadership Scale, developed by Aycan, Schyns, Sun, Felfe & Saher (2013), consisted of 10 items
was used in order to determine the level of fulfillment of paternalistic leadership behaviors of school principals.

The Paternalist Leadership Scale: In order to determine the levels of school principals to exhibit paternalistic
leadership behaviors,), a short form of the 10-item Paternalist Leadership Scale developed by Aycan et al. (2013
was used. Sample items related to the scale: My school principal attaches importance to creating a family
environment in the school”, My school principal is ready to help teachers in non-job matters when they need it. .
Confirmatory factor analysis was conducted for the construct validity of the Paternalist Leadership Scale. CFA
results are (X2 = 164.372, df = 35, X2 / df = 4.69, RMSEA = .09, GFI = .90, CFI = .92 NFI = .91) The 10-item
structure of the Paternalistic Leadership Scale showed a good fit index. It was determined that the parameter values
of the items in the scale ranged between .52 and .94. As a result, it was found that the single-factor and 10-item
structure of the Paternalist Leadership Scale was a valid structure in this study. Cronbach's alpha coefficient and
item-total correlation were used to determine the reliability level of the Paternalist Leadership Scale. The Cronbach
alpha value of the scale is .94 and item total correlation ranged from .57 to .89. According to these results, it can
be stated that the Paternalist Leadership Scale has internal consistency.
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Figure 1. CFA Results of the Paternalist Leadership Scale
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The Workplace Ostracism Scale: In order to determine the organizational ostracism levels of classroom
teachers, the Workplace Ostracism Scale, developed by Ferris et al. (2008) and adapted to Turkish by Kosar (2014)
and consisted of 13 items was used. Sample items in the scale: Workers do not care about me”, Workers do not
look at me”. The scale was graded from 1 (strongly disagree) to 7 (strongly agree). Confirmatory factor analysis
was conducted for the construct validity of the Workplace Ostracism Scale. CFA results (X2 = 387.589, df = 79,
X2 [ df = 4.90, RMSEA = .09, GFI = .89, CFI = .92 NFI = .91) showed a good fit index of the 10-item structure
of the Workplace Ostracism Scale . It was determined that the parameter values of the items in the scale ranged
between .66 and .95. As a result, it was found that the single-factor and 13-item structure of the Workplace
Ostracism Scale was a valid structure in this study. Cronbach's alpha coefficient and item-total correlation were
used to determine the reliability level of the Workplace Ostracism Scale. The Cronbach alpha value of the scale is
.97 and item total correlation ranged from .66 to .90. According to these results, it can be stated that the internal
consistency of the Workplace Ostracism Scale was found suitable.
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Figure 2. CFA Results of the Workplace Ostracism Scale
Data Analysis

The mean and standard deviation values were used to determine the level of primary school principals’
fulfillment of paternalist leadership behaviors and classroom teachers' levels of organizational ostracism. Pearson
Correlation test was used to determine the relationship between primary school principals' paternalistic leadership
behaviors and classroom teachers' levels of organizational ostraicsm. Regression analysis was conducted to
determine whether the level of realization of paternalistic leadership behaviors of school principals had an effect
on classroom teachers' organizational ostracism.

Findings

Findings related to the school principals’ levels of paternalist leadership behaviors and the
teachers’ level of organizational ostracism of classroom teachers

The values of standard deviation and means related to the findings about school principals’ levels of
paternalist leadership behaviors and the teachers’ levels of organizational ostracism were given in Table 1.

Table 1. Classroom teachers’ level of organizational ostracism and school principals’ paternalist leadership
behaviours

Teachers
Variables X sS
Organizational ostracism 2.08 .79
Paternalistic leadership 3.94 .96
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In Table 1, it can be seen that the classroom teachers think that the school principals perform the
paternalist leadership behaviors at a moderate level (X: 3.94, sd: .96). Organizational ostracism levels of
classroom teachers were found to be low (X : 2.08, sd: .79).

The relationship between the school principals’ level of paternalist leadership behavior and
classroom teachers’ level of organizational ostracism

The results of correlation and regression analysis conducted in order to determine the relationship between
the level of realization of paternalistic leadership behaviors of school principals and organizational exclusion levels
of classroom teachers are given in Table 2.

Table 2. Results of Correlation and Regression Analysis of Paternalist Leadership and Organizational
Ostracism

Variables B Stand. Er. B t p r
fixed variate 4.197 252 16.646 .000
Organizational ostracism -.537 .062 -.655 -8.635 .000 -.65

R:.655; R% .430; F(1,99): 74.559; p < .01

The results of the correlation analysis showed that there is a significant and negative relationship between
the level of the paternalistic leadership behaviors of the school principals and the levels of organizational ostracism
of the classroom teachers (r = -.65, p = .000). The results of regression analysis showed that the level of
paternalistic leadership behaviors of school principals has a significant effect on teachers' organizational ostracism.
Paternalist leadership explains 43% of teachers' variance in organizational ostracism. Accordingly, it can be stated
that the school principals 'paternalist leadership behaviors is a significant predictor of teachers' organizational
ostracism.

Discussion and Conclusion

In this study, it was found that classroom teachers thought that school principals performed paternalist
leadership behaviors at high levels. Paternalistic approach to leadership is perceived positively in the communities
with high power distance and collectivist tendencies such as Turkey (Pellegrini & Scandura, 2008). In this sense,
it can be argued that teachers may want school principals to fulfill the paternalist leadership behavior. Paternalistic
leadership is an approach that shows the supportive and protective attitude of the school administrators towards
teachers, the desire to establish healthy and continuous communication, and the interest in their professional and
private lives (Erkus et al., 2010; Erben & Giineser, 2008). Teachers can expect school principals to provide
guidance and help in the effective implementation of teaching activities. In addition, taking care of teachers' work
and personal lives may lead them to feel comfortable in the school environment and think that their difficult time
will be realized. In this respect, it can be seen as a situation expected by teachers to prefer paternalistic leadership
behaviors of school principals in school management. In this respect, it can be seen as a positive result that
classroom teachers think that school principals perform paternalist leadership behaviors.

In this study, it was found out that classroom teachers have low levels of organizational ostracism. Contrary to
this result, it is emphasized in the studies conducted in the literature that is not related to education that employees
have high ostracism rates in the workplace (Fox & Stallwort, 2005). This is in parallel with the results of the
research in Turkey, university staff and a study on research assistants found if they have experienced in
organizational ostracism below average (Steel & Kosar, 2015; Partridge, Reputable & Oral, 2013). In the study on
the relationship between organizational ostracism and organizational fit levels of primary and secondary school
teachers, it was determined that organizational ostracism levels of primary and secondary school teachers were
very low (Yilmaz & Akgiin, 2019). Organizational ostracism has negative effects on job satisfaction,
organizational commitment, employee quitability, and performance (Ferris et al., 2008; Ng, 2017; Zhao et al.,
2013). Therefore, teachers' exclusion in schools may cause problems in terms of the quality of education. In this
respect, it can be seen as a positive situation that in this study it was found that classroom teachers thought that
they experienced low organizational exclusion, as it would not be possible that the ostracism would occur in terms
of both teacher and teaching quality.
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In this study, it was found that there is a negative relationship between the levels of school principals’
paternalist leadership behaviors and the levels of classroom teachers' organizational ostracism, and that
paternalistic leadership was a significant predictor of organizational ostracism. Since there are no studies
investigating the relationship between paternalistic leadership and organizational ostracism in the literature, the
comparison of this finding was made according to the results of the studies investigating ostracism. In the study
conducted by Halis and Demirel (2016), it was found that managers who are seen as paternalist leadership would
experience a decrease in the experience of organizational ostracism when they received the support of colleagues
and family and someone special. Because education is a complex and difficult task, teachers may need support
and assistance in their teaching activities. In addition, it may be beneficial for teachers to work in school and
exchange information with each other in terms of the quality of education. It has been revealed in research that
ostracism prevents co-operation, information sharing and adversely affects the help of employees (Balliet & Ferris,
2013; Gkorezis & Bellou, 2016). In this respect, preventing the exclusion of teachers is important in terms of the
quality of education. Celik & Kosar (2015) suggested that university staff who viewed the organizational structure
positively were less exposed to ostracism in the workplace. Paternalistic leadership foresees teachers' behaviors
such as establishing close relationships, helping and giving support to the family environment at school. Thus, as
paternalist leaders, principals may think that organizational ostracism behaviors that involve actions such as
helping and guiding teachers to be positively perceived by teachers, when teachers are established, ignored, or
taken seriously, are not directed towards them. Therefore, it can be stated that paternalist leadership behaviors may
prevent teachers from experiencing organizational ostracism. Based on the results of this study, it can be argued
that primary school principals' paternalist leadership behaviors may be preventive for the exclusion of classroom
teachers.

Suggestions

In this study, based on the conclusion that there is a negative relationship between the level of paternalistic
leadership behaviors of school principals and the level of organizational ostracism of classroom teachers,
following suggestions can be made for the school principals in order to prevent teachers from experiencing
exclusion:

e School principals can be engaged in close communication and interaction with teachers to make them
feel that they are being cared for.

e« School principals can create an environment similar to a family in the school and develop warm
relationships between employees in the school, preventing a sense of exclusion of teachers by ensuring
that each other is aware of the problems and is in solidarity for the solution of the problems.

e School principals can show that teachers are interested in their professional and private lives,
remembering special days, making small celebrations, and arranging picnics with all the employees in
the school and feeling that they are not alone and taken seriously in the school. Thus, teachers may be
prevented from thinking that they are exposed to ostracism.
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Okul Miidirlerinin Paternalistik Liderlik Davramslari ile Ogretmenlerin
Orgiitsel Dislanma Diizeyleri Arasindaki Iliski

Giris

Dislanma, insanlarin hem mesleki hem de bireysel yagamlarinda yaygin olarak karsilastiklar1 bir eylem olarak
gorlilmektedir (Ferris, Brown, Berry ve Lian, 2008; Wu, Yim, Kwa ve Zhang, 2012). Orgﬁtsel ortam insanlar
arasinda etkilesimin gerceklestigi bir yer olmasi nedeniyle dislanma orgiitlerde de yaygin olarak karsilasilan bir
durumdur (Ferris ve digerleri., 2008; Fox ve Stallworth, 2005; Wu ve digerleri., 2012). Orgiitlerde yaygin olarak
goriilmesinin yaninda is ortamlarinda sosyal baglarin artan Onemiyle birlikte orgiitsel diglanma kavrami
aragtirmacilarin dikkatini ¢ekmistir (Gkorezis ve Bellou, 2016). Dislanma, kisinin baska bir birey ya da bir grup
tarafindan gérmezden gelinmesi, 6nemsenmemesi ya da hari¢ tutulmasi olarak tanimlanmistir (Leung, Wu, Chen
ve Young., 2011; Williams, 2007). Dislanma, bagkalariyla sosyal olarak iliski kurmak i¢in eylemde bulunmama
olarak tanimlanabilir (Robinson, O’Reilly ve Wang, 2013). Orgiitsel dislanma, bir birey ya da grubun, bunu
yapmak i¢in sosyal olarak uygun oldugunda baska bir orgiit iiyesi ile etkilesime girmeyi ihmal etmesidir (Chung,
2015). Dislanma, uzaklagtirma ve kovmadan basit sekilde sessiz davranma veya goz temasi kurmaktan kaginmaya
kadar ¢esitli bicimlerde olabilir (Ferris ve digerleri., 2008). Dislanma, bir birey ya da grup bagka bir birey ya da
grubu kabul etmeyi, dahil etmeyi, segmeyi ya da davet etmeyi bagaramadig1 zamanki gibi, bir baskasinin ilgisini
¢ekecek uygun eylemlerin ihmalidir (Chung, 2015). Dislanma, s6zel olarak (6rnegin, diglanmig biriyle konusmay1
reddetme) veya sozsiiz olarak (6rnegin, diglanmig olan bireyle géz temasimni dnlemek) olusan iletisimsel bir
eylemdir (Ferris ve digerleri., 2008). Dislanmug olan ¢alisanlar iste gormezden gelinir, konusmalar diginda
birakilir, toplanti mekanlarindan kag¢inilir ve sanki yokmus gibi davranilir (Ferris ve digerleri, 2008).

Diglanma diger toplumsal kétii davranma bigimlerinden farklidir, isyeri diglanmasi istenmeyen davranislarin
birlesiminden ziyade herhangi bir zarara yol agma niyeti olmayan istenilen davraniglarin ihmal edilmesini igerir
(Ferris ve digerleri. 2008; Robinson ve digerleri, 2013; Williams, 2007). Dislanma, birbirlerinin yerine
kullanilmasina ragmen c¢esitli sekillerde zorbalik, kigilerarasi sapma, sosyal zayiflama, saldirganlik ve tacizden
farklidir. Birincisi, diger tiim kavramlar etkilesimsel olsa da, diglanma, etkilesim eksikligi ile tanimlamir. Tkincisi,
toplumsal ortamlar ve uygulanabilir normlar, diglanmanin toplumsal olarak kabul edilip edilemeyecegini belirler
(Williams, 2007). Ornegin, taciz veya zorbalik her zaman tahammiil edilemezken, bir yoneticinin alt diizeydeki
calisanlari, gizli toplantilardan ¢ikarmasi uygun olur. Son olarak, faillerin giidiisii, farkindalig1 ve niyeti genellikle
hedefin algis1 ile ilgisizdir (Robinson ve digerleri, 2013). isyerinde dislanma, olumsuz isyeri deneyimlerinin diger
bi¢imlerinden daha incelikli oldugundan, bunu izleyenler genellikle onu daha az zararli ve daha sosyal olarak kabul
edilebilir olarak algilarlar (O’Reilly, Robinson, Berdahl ve Banki., 2015). Bu yanlis algi, ge¢cmis orgiitsel
caligmalarda bu konunun arastirilmasina iliskin ilginin gésterilmemesine neden olmus olabilir (Steinbauer, Renn,
Chen ve Rhew, 2018).

Orgiitsel diglanma, bireyin &rgiitle olan iliskilerinin engellenmesi sonucu bireyin ¢alisma arkadaslarina,
yoneticilerine ve orgiite olan tutum ve davraniglarindaki isteksizligidir. Bireyin sosyal iligkilerinin, iletisiminin ve
yoneticilerle olan iliskilerinin engellenmesi, bireyin varliginin yok sayilmasi, saygi ve giiveninin sarsilmasi, sosyal
aktivitelerden yoksun birakilmasina iligkin davraniglar olarak kendini gostermektedir (Halis ve Demirel, 2016).
Orgiitsel dislanma bir ya da daha fazla ¢alisanin baz1 is arkadaslarina kars1 soguk davramslar (kisi odaya girdiginde
oday1 terk etmek veya kisinin gormezden gelinmesi gibi) sergileyerek onda istenmedigine dair igsel bir alg
olusturmasi seklinde kendini gdstermektedir (Keklik, Saygin ve Oral, 2013). Orgiitsel dislanma genellikle
meslektaglarinin ¢alisanlarina karsi “soguk davranmasi” veya “sessiz davranig” sergilemeleri olarak tanimlanir
(Leung ve digerleri, 2011). Orgiitsel dislanma {i¢ 6zelligi sahiptir. Birincisi orgiitsel dislanma, hedefe zarar
vermeye yonelik bir motivasyonu gerektirmeyebilir (Robinson ve digerleri, 2013). Bazen calisanlar isleriyle yogun
sekilde mesgul olduklar1 i¢in meslektaslarin1 gsrmezden gelebilirler (Ferris ve digerleri, 2008). kincisi, orgiitsel
dislanma, ¢alisanlar sosyal olarak is arkadaslarin1 dahil etmeleri uygun olmasina ragmen onlar1 grubun disinda
tuttuklarinda meydana gelir. Uglinciisii ise, orgiitsel dislanma olumsuz dikkatin toplanmasindan daha gok pozitif
dikkatin ihmal edilmesiyle karakterize edilir (Robinson ve digerleri, 2013).

Dislanma, her zaman kasitli veya cezalandirict olmayabilir. Bazi durumlarda, insanlar bagkalarini gérmezden
gelirler, ¢iinkii onlar kendi islerine ¢cok fazla karigirlar, bu da istemeden insanlari ve onlarin tepkilerini gérmezden
gelinmesine neden olur (Williams, 2007). Kisiler, baskalarint sosyal olarak dislayan davraniglarda
bulunduklarindan habersiz olduklarinda, disglama maksatli olmayabilir (Robinson ve digerleri, 2013). Bu tiir
dislama, insanlarin kendi eylemlerinden habersiz olduklar1 zaman gok yaygindir. Ornegin, insanlar grup e-posta
mesajlarini génderirken, zaten dahil oldugunu diisiinerek baska bir kisinin e-posta adresini dahil etmeyi unutabilir.
Dislanma belirsiz olabilir, ¢iinkii bir birey bilingli olarak diglanmis olup olmadigini bilebilir veya bilmeyebilir
(Williams, 2007).
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Arastirma sonugclari orgiitsel diglanmanin, hem ¢aliganlar hem de 6rgiit a¢isindan olumsuz sonuglar1 oldugunu
gostermistir. Calisanlarin igyerinde diglanma yasamalar fiziksel ve psikolojik iyilikleri ve sagliklarina zarar veren,
orgiitsel baglilik ve is doyumlarini azaltma, duygusal tiikenme ve isten ayrilma niyetlerinin artmasina neden olma
gibi ¢esitli olumsuz etkileri olabilmektedir (Ferris ve digerleri., 2008; Ng, 2017; O’reilly ve digerleri., 2015).
Ayrica calisanlarin igyerinde diglanmalar orgiitsel vatandaglik davranigi gibi Orgiitiin basarisi i¢in ekstra ¢aba
sergilemelerini ifade eden prososyal davraniglar1 yapmalarina engel olabilmekte, bunun yaninda tiretkenlige karsi
davraniglarin gercgeklestirilmesine de katki yapabilmekte ve performanslarinin diigmesine neden olmaktadir
(Balliet ve Ferris, 2013; Ferris, Lian, Brown ve Morrison, 2015; Leung ve digerleri, 2011; Zhao, Peng ve Sheard,
2013) Bu bilgilerden de anlasilabilecegi gibi orgiitsel dislanma olusturdugu olumsuz sonuglar nedeniyle
onlenmesi gereken bir durum olarak degerlendirilebilir.

Orgiitiin lideri olarak yoneticilerin davranis ve tutumlar1 hem 6rgiitsel ortamin sekillenmesi hem de ¢alisanlarin
davranis ve tutumlar iizerinde etkili olabilmektedir. Bu anlamda 6gretmenlerin orgiitsel dislanmay1 deneyim
etmelerinde de okul yoneticilerinin liderlik eylemleri etkili olabilir. Tiirkiye gibi yiiksek uyum, digerleri i¢in
sorumluluk alma, ¢ok fazla birbiriyle bagimli olma ve iliskileri koruma gibi unsurlarin 6n plana ¢iktigi kolektivist
toplumlarda paternalist liderler ilgi gdsterme, siirekli iletisim ve yakin bireysel iligkiler kurarak kolektivist egilime
sahip calisanlarin 6nemsedikleri ihtiyaglara yonelik eylemlerde bulunduklarindan (Pellegrini ve Scandura, 2008)
paternalist liderlik olumlu olarak algilanan bir yaklagimdir. Paternalist liderlik kolektivist kiiltiirlerde ¢alisanlarin
tutum ve davranislarini tizerinde olumlu etkiye sahiptir (Gelfand, Erez ve Aycan, 2007). Bu anlamda Tiirkiye gibi
kolektivist egilimi olan iilkelerde paternalist liderlik davraniglar1 sergilendigi kurumlarda orgiitsel dislanma gibi
olumsuz olarak algilanabilen davranig ve tutumlar goriilmeyebilir.

Paternelist liderlik alan yazinda gesitli sekilde tanimlanmigtir. Gelfand ve digerleri. (2007) paternalist liderligi,
hiyerarsik iliskiler igerisinde liderin bir baba figiiriine benzer sekilde ¢alisanlarin bireysel ve mesleki yasamlarina
rehberlik ettigi ve karsiliginda astlardan bagli olmalarin1 bekleyen bir yaklasim olarak tanimlamistir. Paternalist
liderlik iliskisel ve uyum saglayic1 yaklagimiyla, orgiitii insanilestirmesinin yaninda (Aycan, 2006) giic ve
kaynaklarm sinirlt oldugu bir ¢evrede 6rgiitsel hedeflere ulagsmayi etkili sekilde kolaylastiran otoriteryenligi igeren
bir yaklagimdir (Huang, Xu, Chiu, Lam ve Farh, 2015). Farh ve Cheng (2000) paternalist liderligin babacan
yardimseverlik ile gii¢lii disiplin ve otoritenin birlikte var oldugu besleyici, bakici, bagli, ancak otoriteryen, talep
eden ve disiplinli olan bir baba figiiriine ait olan geleneksel toplumlardaki degerlerden kaynaklandigini ileri
stirmiigtiir. Paternalist iligkilerde, astlar baglilik, aitlik ve uyum gdstermeyle liderin yardimsever, bakimi ve
korumasina karsilik verir (Pellegrini, Scandura ve Jayaraman, 2010).

Paternalist liderlik, liderlik siirecini, geleneksel liderlik yaklasimlarinda goriilen lider-izleyici arasindaki gérev
ve sorumluluk paylasimindan ziyade, Orgiitte yaratilacak aile atmosferinden kaynaklanan manevi baga
dayandirmaktadir (Erkus, Tabak ve Yaman, 2010). Bu liderlik yaklasimin temelinde liderin is yerinde bir aile
atmosferi yaratmasi, takipgilerine baba gibi yaklagmasi, takipgilerinin is hayati disindaki 6zel hayatlari ile
ilgilenmesi i¢in her tiirlii ¢abay: sarf etmesi gibi konular bulunmaktadir (Erkus ve digerleri, 2010; Erben ve
Giineser, 2008). Paternalist liderler, calisanlarin is ile etkinliklerinin yaninda is dig1 yasamlariyla da ilgilenmeyi
ve calisanlarin bireysel mutluluklarin1 saglayabilmek igin de ¢aba gostermeyi gerektirir (Gelfand ve digerleri,
2007). Paternalist liderler statiilerini, hiyerarsi ve giiclerini ¢alisanlar1 etkilemek ic¢in kullanmalarinin yaninda
calisanlara rehberlik yapma, koruma, besleme ve bakim verme rollerini yerine getirirler (Mansur, Sobral ve
Goldszmith, 2017; Uguroglu, Aldogan, Turgut ve Ozatkan, 2018)

Paternalist liderlik yardimseverlik, moral degerler ve gii¢lii disiplin ve otoriteyi i¢eren otoriteryenizm olarak
adlandirilan {i¢ boyuta sahip olan bir liderlik yaklagimi olarak tanimlanmigtir (Farh ve Cheng, 2000).
Yardimseverlik liderlik, liderlerin ¢alisanlara yonelik hosgoriilii ve sefkatli davranmasini, ¢aliganlarin kisisel veya
is ile ilgili etkinliklerine ilgi gdstermeyi ve lider ile ¢alisanlar arasinda karsilikli olarak sosyal iligkiler kurma ve
uyumlu olmay1 kapsar (Cheng, Chou, Wu, Huang ve Farh, 2004). Yardimsever lider, ¢alisanlarin problemlerle
karsilagtiklarinda bakim vermeye calisir, ilgi gosterir ve sorunlarina ¢oziim bulmalari igin cesaretlendirir
(Ugurluoglu v.d., 2018). Moral boyut, liderin diiriistliige, 6z disipline sahip olmaya ve bencil olmamaya deger
vermesini ve basiret sahibi olma ile adaletli olmaya odaklanir. Moral boyutta liderin sorumluluklarini yerine
getirme, diiriist olma, digerlerini istismar etmeme ve bencillik yapmama gibi davranislar1 sergilemesi beklenir.
Otoriteryenlik boyutunda lider ile ¢alisan arasindaki iliskinin seklini hiyerarsik olarak sahip olunan roller belirler
ve sosyal diizeni korumaya 6nem verilir. Yiiksek otoriteryenizme sahip liderler giiclii kisisel otoriteye ve astlari
iizerinde baskiya sahiptirler (Chen ve Kao, 2009).
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Paternalist liderler kendi istek ve menfaatlerini géz ardi edecek sekilde 6rgiit calisanlarinin yararmi diigiinen
ve fedakarlik, sevgi ve korumaci bir anlayisla elemde bulunurlar (Erkus ve digerleri 2010). Buna ilaveten
paternalist lider ¢alisanlarin hem mesleki hem de 6zel yasamlariyla ilgilenirler (Erben ve Giineser, 2008). Bu
acidan paternalist liderler okulda 6gretmenlerle ¢ok yakindan ilgilenip, onlara destek verme ve onlarin yararina
olacak ise kendi ¢ikarlarindan fedakarlik edebilir ve koruyucu bir tavir sergilerler (Erkus ve digerleri, 2010). Okul
miidiirleri paternalist liderligin dngordiigii davranislar: sergileyerek 6gretmenlerin mesleki ve 6zel yasamlariyla
yakindan ilgilenir ve ihtiya¢ duydugunda destek saglayip koruyucu bir tavir sergilediklerinden, dgretmenlere
yonelik olarak gérmemezlikten gelme, yalniz birakma ve ilgisizlik gosterme gibi orgiitsel dislanmay1 agiklayan
davraniglar1 6gretmenlere yonelik yapmalari beklenmemektedir. Ayrica kendilerine yonelik olumlu davraniglar
sergilendigi i¢in 6gretmenlerde meslektaglarina karsi iliskilerde yalniz birakma ve hem yonetici ve meslektaslarina
yonelik tutum ve davraniglarda isteksizlik sergileme yerine daha ¢ok yakinlik kurma egilimine sahip
olacaklarindan kendileri de orgiitsel dislama davranislar1 sergilemeyebilecekler ve kendilerine de dislanma
uygulanmadigint  diiglinebileceklerdir. Bu bakimdan okul miidiirleri paternalist liderlik davranislarini
gerceklestirme yoluyla 6gretmenlerin orgiitsel diglanma davraniglarina maruz kalmadiklarini algilamalarina, aym
zamanda da 6gretmenlerde meslektaglarini diglamaya yonelik eylemlerde bulunmamalarini saglayabilirler.

Paternalist liderlik Tiirkiye gibi kolektivist ve gili¢ uzakliginin yiiksek oldugu toplumlarda olumlu olarak
algilanan bir yaklasimdir (Mansur ve digerleri, 2017). Dolayisiyla paternalist liderler dgretmenler tarafindan
kendileri icin faydali olduklarimi disiindiikleri eylemleri igerir. Bir birey veya grubun kisiye yonelik iyi
davraniglarinin iyi davranislarla, olumsuz davraniglarinin ise olumsuz karsilik bulmasini i¢eren miitekabiliyet
teorisi agisindan) dislanmiglikla karsilasan bir 6gretmen yonetici ve meslektaslarina yonelik misilleme yaparak
diglamaya ¢alisacaktir (Zhao ve digerleri, 2013). Bu agidan paternalist liderin pozitif olarak 6gretmenler tarafindan
algilanmasi yani yoneticilerinin kendilerinin iyiligini disiindiigii ve fedakarlik yapabileceklerini diisiindiiklerinde
miitekabiliyetin geregi olumlu bir tutum gelistirebileceklerdir. Sonu¢ olarak da 6gretmenler hem dislanmislik
hissetmeyecekler hem de diglamaya ¢alismayacaklardir.

Orgiit ortanu calisanlarin dislanmasinda etkili olabilmektedir. Rekabetciligin yiiksek oldugu is ortamlar1 ve
caliganlarin itelendigi, reddedildigi ve cezalandirilmanin hissedildigi ortamlar diglanmaya neden olur (Ng, 2017).
Paternalist liderler yoneticiler orgiitsel ortamu aile atmosferinin bulundugu bir yeri doniigtirme ve calisanlara
yonelik babacan tavirlar sergileyeceklerinden ¢alisanlar igyerlerini kendi evleri gibi diisiineceklerinden rekabetten
¢ok dayanismaya onem verebileceklerinden baba figiiriiniin gerektiginde otoriter tavir sergilemeleri olumsuz
olarak degil dogal bir tavir olarak algilanacaktir. Ayrica paternalist liderler ¢alisanlarin birbirleriyle iliskilerinin
ve baglanmanin iyi oldugu bir ortam olusturmaya g¢alisir. Sosyal baghligin bireylerin dislanmaya kars1 dayanikli
olma ve ondan kurtulmalarma olumlu katki yaptigi bulunmustur (Pfundmair, Graupmann, Frey ve Aydin, 2015).
Bu da ¢alisanlarin diglanmiglik hissetmelerine yol agmayabilecektir.

Paternalist liderlik 6rgiitte bir aile ortami olusturmaya c¢alisir (Erkus ve digerleri, 2010). Ailenin iiyeleri gibi
Orgiit liyeleri arasinda gii¢lii baglarin kurulmasina paternalist liderler ¢aba gosterirler. Aile baglarmin ¢ok 6nemli
goriildligii bir toplumda, okullarda dgretmenler arasinda ve yonetici ve 6gretmenler arasinda kuvvetli baglar
olusturuldugunda ve yakin iliskiler kuruldugunda hem 6gretmen hem de yoneticilerin birbirlerine yonelik dislayici
tavirlar takinmayacaklar1 ongdriilebilir. Nitekim Eisenberger ve digerleri (2007) yapilan ¢alismada giiglii sosyal
baglarin oldugu durumlarin diglanmaya karst koruyucu etkileri oldugunu bulmustur. Buna ilaveten Uskul ve Over
(2017) de giiclii sosyal olarak birbirine bagimli olma duygusuna sahip bireylerin dislanmay1 tehdit olarak
algilamayacaklarin1 ve bireylerinin kendilerine yonelik dislayici eylemlerin daha az yaygin olacagim ileri
stirmiislerdir. Bu bakimdan okullarda bir aile ortami olusturmaya yonelik ¢aba gdstermeyi ongdren paternalist
liderligin 6gretmenlerin diglayic1 davraniglarla karsilagmalarini ve dislayici eylemlerin goriilmedigi bir ortamda
caligmalarini saglamadig: diisiiniilmektedir. Boylece 0gretmenlerin diglanma yasamalarina paternalist liderligin
engel olabilecegi ifade edilebilir.

Kolektivist egilime sahip kiiltiirlere ¢alisanlar bireyselcilere gore dislanma davranigsina maruz kaldiklarinda
bundan daha fazla olumsuz etkilenebilirler, ¢iinkii sosyal baglar onlar i¢in ¢ok 6énemlidir, bu yiizden bu baglari
kaybetmeyle iligkili riskler ¢ok fazladir (Uskul ve Over, 2017). Tiirkiye’nin kolektivist bir toplum oldugu
disiiniildiigiinde 6gretmenlerin  okullarda dislanma yagamalarinin olusturabilecegi olumsuz durumlarin
Ogretmenler ve egitimin niteligi agisindan ciddi sonuglari olabilecegi ifade edilebilir. Bu agidan 6gretmenlerin
dislanma yasamalarini 6nleyebilmek i¢in gerekli tedbirlerin alinabilmesi 6nemlidir. Bunun yollarindan biri de
orgiitsel diglanmanin olusumuna engel olabilecek olan faktdrlerin belirlenmesidir. Bu galismada dgretmenlerin
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orgiitsel diglanmalar1 tizerinde paternalist liderligin etkisi incelenerek dislanmayi 6nleme konusunda neler
yapilabilecegine iliskin bilgi edinilmesine katki saglanabilecektir. Bu yiizden bu ¢alismada okul miidiirlerinin
paternalist liderlik davraniglarini sergileme diizeyleri ile dgretmenlerin orgiitsel dislanma yasama diizeleri
arasindaki iligki incelenmistir.

Yontem
Arastirma deseni

Okul Midiirlerinin paternalistik liderlik davraniglarii yerine getirme diizeyleri ile d6gretmenlerin orgiitsel
dislanma diizeyleri arasindaki iliskinin incelendigi bu ¢alismada iliskisel tarama modeli kullanilmistir.

Evren ve Orneklem

Bu ¢aligmanin evrenini Bartin ili merkez ilge sinirlart igerisinde yer alan 11 ilkokulda gorev yapan 187 simif
6gretmeni olusturmustur. Aragtirmada 6rneklem alinmamig evrenin tamamina ulagilmak istenmistir. Ancak evreni
olusturan 86 Ogretmen arastirmaya katilmak istemediklerinden 101 Ogretmen c¢alismanin Orneklemini
olusturmustur. Arastirmaya katilan simf dgretmenlerinin % 52.5’i kadin, % 47.5°1 ise erkektir. Ogretmenlerin
tamamina yakini fakiilte mezunudur. Ogretmenlerin %3’ii 1-5 yil, %51 6-10 y1l, %12.9’u 11-15 yil, %16.8’i 16-
20 y1l ve %62.4°1i ise 20 yil iizeri mesleki kideme sahiptirler. Ogretmenlerin biiyiik cogunlugunun (%75.2) 41 ve
lizeri yagtadir.

Verilerin Toplanmasi ve Veri Toplama Araclari

Arastirmada 6gretmenlerin orgiitsel diglanma yagsama diizeylerini belirlemek i¢in Ferris ve digerleri (2008)
tarafindan gelistirilen Celik ve Kosar (2015) tarafindan Tiirkce’ye uyarlanan ve 13 maddeden olusan Isyeri
Dislanma Olgegi, okul miidiirlerinin paternalist liderlik davramislarin yerine getirme diizeylerini belirlemek icin
ise Aycan, Schyns, Sun, Felfe ve Saher (2013) tarafindan gelistirilen ve 10 maddeden olusan paternalist liderlik
6lcegi kullanilmustir.

Paternalist Liderlik Olgegi: Arastirmada okul miidiirlerinin paternalist liderlik davranislarini sergileme
diizeylerini belirlemek i¢in Aycan et al. (2013) tarafindan gelistirilen ve 10 maddeden olusan Paternalist Liderlik
Olgeginin kisa formu kullanilmistir. Olgek ile ilgili 6rnek maddeler: “Okul miidiiriim okulda bir aile ortami
yaratmaya 6nem verir”, “Okul midiirim ihtiyaglart oldugu zaman, 6gretmenlere is disi konularda yardim etmeye
hazirdir.” Olgegin puanlamasinda 1 (hi¢ katilmiyorum) ile 6 (tamamen katiliyorum) arasinda dereceleme
kullamlmugtir. Paternalist Liderlik Olceginin yap1 gegerliligi icin dogrulayici faktdr analizi yapilmistir. DFA
sonuglart (X2=164.372, df=35, X2/df= 4.69, RMSEA=.09, GFI= .90, CFI=.92 NFI=.91). Paternalist liderlik
6lgeginin degerlendirme araliklar1 1,00-1,83 aralig1 “¢ok diisiik” diizeyinde, 1,84-2,67 araligr “diisiik” diizeyinde,
2,68-3,51 araliginda “diisiige yakin” diizeyinde, 3,52-4,35 araliginda “orta” diizeyinde, 4,36-5,19 aralig1 “yiiksek”
diizeyinde ve 5,20-6,00 araliginda “¢ok yiiksek” diizeyindedir. Paternalist Liderlik Olcegi’nin  giivenirlik
diizeyini belirlemek igin Cronbach alpha katsayisi, madde toplam korelasyonu kullanilmistir. Olgegin Cronbach
alpha degeri .94 ve madde toplam korelasyonu .57 ile .89 arasinda degismektedir. Bu sonuclara gore Paternalist
Liderlik Olgegi’nin i¢ tutarliligmin bulundugu ifade edilebilir. Paternalist Liderlik Olgegi’nin 10 maddeden olusan
yapisinin uyum indeksinin iyi oldugunu gostermistir. Olgekte yer alan maddelerin parametre degerlerinin .52 ile
.94 arasinda degistigi belirlenmistir. Sonug olarak, Paternalist Liderlik Olgegi’nin tek faktdr ve 10 maddeden
olusan yapisinin bu ¢aligmada gecerli bir yap1 oldugu ortaya ¢ikmaistir.
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Sekil 1. Paternalist Liderlik Olgeginin DFA Sonuglar

Isyeri Diglanma Olgegi: Stmif 6gretmenlerinin 6rgiitsel dislanma diizeylerini belirlemek i¢in Ferris ve digerleri
(2008) tarafindan gelistirilen Kosar (2014) tarafindan Tiirkge’ye uyarlanan ve 13 maddeden olusan Isyeri
Dislanma Olgegi kullamlmustir. Olgek ile ilgili 5rnek maddeler: “Isyerinde calisanlar beni umursamaz”, “Isyerinde
calisanlar yiiziime bakmazlar”. Olgegin puanlamasinda 1 (hi¢ katilmryorum) ile 7 (tamamen katiliyorum) arasinda
dereceleme kullanilmustir. Isyeri Dislanma Olgegi’nin yap: gecerliligi icin dogrulayici faktor analizi yapilmistir.
Isyeri Dislanma Olcegi'nin yap1 gecerliligi icin dogrulayici faktdr analizi yapilmistir. DFA sonuglari
(X2=387.589, df=79, X2/df= 4.90, RMSEA=.09, GFI= .89, CFI=.92 NFI=.91) Isyeri Dislanma Olgegi’nin 10
maddeden olusan yapisimin uyum indeksinin iyi oldugunu géstermistir. Olgekte yer alan maddelerin parametre
degerlerinin .66 ile .95 arasinda degistigi belirlenmistir. Sonug olarak, Isyeri Dislanma Olgegi’nin tek faktor ve 13
maddeden olusan yapismin bu calismada gecerli bir yap1 oldugu ortaya ¢ikmustir. Isyeri Diglanma Olgegi’nin
degerlendirme araliklari 1,00-1,86 araliginda “gok diisiik” diizeyinde, 1,87-2,71 araliginda “diisiik” diizeyinde,
2,72-3,57 araliginda “diisiige yakin” diizeyinde, 3,58-4,43 araliginda “orta” diizeyinde, 4,44-5,29 araliginda
“yiiksege yakin” diizeyinde, 5,30-6,14 araliginda katiliyorum “yiiksek” diizeyinde ve 6,15-7,00 araliginda
katiliyorum “gok yiiksek” diizeyindedir. Isyeri Dislanma Olgegi’nin giivenirlik diizeyini belirlemek i¢in Cronbach
alpha katsayisi, madde toplam korelasyonu kullanilmistir. Olgegin Cronbach alpha degeri .97 ve madde toplam
korelasyonu .66 ile .90 arasinda degismektedir. Bu sonuclara gore Isyeri Dislanma Olgegi’nin i¢ tutarliligimin
bulundugu ifade edilebilir.
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Sekil 2. Isyeri Dislanma Olgenin DFA Sonuglar1

Verilerin Analizi

flkokul miidiirlerinin paternalist liderlik davramislarii yerine getirme diizeyleri ve sinif dgretmenlerinin
orgiitsel dislanma yasama diizeylerini belirlemek i¢in ortalama ve standart sapma degerleri kullanilmistir. Tlkokul
miidiirlerinin paternalist liderlik davraniglart ile sinif 6gretmenlerinin orgiitsel diglanma yasama diizeyleri
arasindaki iliskiyi belirlemek igin Pearson Korelasyon testi kullanilmigtir. Okul miidiirlerinin paternalist liderlik
davraniglarini gergeklestirme diizeylerinin simif 6gretmenlerinin orgiitsel dislanma yagamalari tizerinde etkili olup
olmadigini tespit etmek amactyla ise regresyon analizi yapilmistir.

Bulgular

Paternalist liderlik davramislarim gerceklestirme diizeyleri ve simif ogretmenlerinin orgiitsel
dislanma yasama seviyelerine iligkin bulgular

Okul miidiirlerinin paternalist liderlik davranislarini gergeklestirme diizeyleri ve sinif 6gretmenlerinin
orgiitsel dislanma yasama seviyelerine iligkin goriiglerini belirlemeye yonelik hesaplanan aritmetik ortalama ve
standart sapma degerleri Tablo 1’de verilmistir.

Tablo 1. Simf Ogretmenlerinin Orgiitsel Dislanma Diizeyleri ile Paternalist Liderlik Davramglarina Goriisleri

Ogretmen
Degiskenler X SS
Orgiitsel Dislanma 2.08 .79
Paternalist Liderlik 3.94 .96

Tablo 1°de konuyla ilgili bilgi alinan simf 6gretmenlerinin okul miidiirlerinin paternalist liderlik
davramislarim orta diizeyde yerine getirdiklerini diisiindiikleri goriilebilir (X : 3.94, ss: .96). Stmf gretmenlerinin
orgiitsel dislanma diizeylerinin ise diisiik diizeyde oldugu tespit edilmistir (X : 2.08, ss: .79).

Okul miidiirlerinin paternalist liderlik davranislar ile simif 6gretmenlerinin orgiitsel dislanma
yasama diizeyleri arasindaki iliski

Okul miidiirlerinin paternalist liderlik davraniglarini gergeklestirme diizeyleri ile sinif 6gretmenlerinin
orgiitsel diglanma yasama diizeyleri arasindaki iliskiyi belirlemek amaciyla yapilan korelasyon ve regresyon
analizi sonuglar1 Tablo 2°de verilmistir.
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Tablo 2. Paternalist Liderlik ile Orgiitsel Diglanmaya iliskin Korelasyon ve Regresyon Analizi Sonuglart

Degiskenler B Stand. Hata B t p ikili
r
Sabit 4.197 .252 16.646 .000
Orgiitsel Dislanma -.537 .062 -.655 -8.635 .000 -.65

R:.655; R% .430; F(1,99): 74.559; p < .01

Korelasyon analizi sonuglart okul miidiirlerinin paternalist liderlik davranislarini ger¢eklestirme diizeyleri
ile siif 6gretmenlerinin 6rgiitsel dislanma yagama diizeyleri arasinda anlamli ve negatif yonlii bir iligki oldugunu
gostermistir (r = -.65, p = .000). Regresyon analizi sonuglar1 okul miidiirlerinin paternalist liderlik davraniglarini
gerceklestirme diizeylerinin 6gretmenlerin Orgiitsel diglanma yasamalar1 iizerinde anlamli bir etkiye sahip
oldugunu gostermistir. Paternalist liderlik Ogretmenlerin oOrgiitsel dislanmaya iliskin varyansin %43 ’iini
aciklamaktadir. Buna gore okul miidiirlerinin paternalist liderlik davraniglarini yerine getirmelerinin 6gretmenlerin
orgiitsel diglanma yasamalarinin anlamli bir yordayicisi oldugu ifade edilebilir.

Tartisma ve Sonu¢

Bu calismada sinif dgretmenlerinin okul miidiirlerinin paternalist liderlik davranislarint ¢cok diizeyde yerine
getirdiklerini diisiindiikleri ortaya ¢ikmustir. Paternalist liderlik Tiirkiye gibi gii¢ uzakligi ve kolektivist egilimin
yiiksek oldugu toplumlarda olumlu algilanan bir yaklasimdir (Pellegrini & Scandura, 2008). Bu anlamda
Ogretmenlerin okul miidiirlerinin paternalist liderlik davramislarii yerine getirmeyi isteyebilecekleri ileri
stiriilebilir. Paternalist liderlik, okul yoneticilerinin 6gretmenlere yonelik olarak destekleyici ve koruyucu tavirlari,
saglikli ve siirekli iletisim kurma istegi ve mesleki ve dzel yagamlarina ilginin gosterildigi bir yaklasimdir (Erkus
v.d., 2010; Erben ve Giineser, 2008). Ogretmenler, okul miidiirlerinden 6gretim etkinliklerini etkili sekilde
gerceklestirmede yardim ve rehberlik etmelerini bekleyebilirler. Ayrica 6gretmenlerin is ve kisisel yasamlariyla
ilgilenilmesi Ogretmenlerin okul ortaminda kendilerini rahat hissetmelerine, zor zamanlarinin farkina
varilabilecegini diisiinmelerine yol agabilecektir. Bu agidan simif 6gretmenleri tarafindan okul miidiirlerinin
paternalist liderlik davraniglarini, okul yonetiminde tercih etmeleri 6gretmenler tarafindan beklenilen bir durum
olarak goriilebilir. Bu bakimdan bu calismada sinif &gretmenlerinin okul miidiirlerinin paternalist liderlik
davraniglarini gergeklestirdiklerini diisiinmeleri olumlu bir sonug olarak goriilebilir.

Bu ¢alismada siif 6gretmenlerinin orgiitsel diglanma yasama diizeylerinin diisiik oldugu ortaya ¢ikmustir.
Bu sonucunun aksine egitim ile ilgili olmayan alan yazinda yapilan arastirmalarda ¢alisanlarin isyerinde diglanma
yasama oranlariin yiiksek oldugu vurgulanmistir (Fox ve Stallwort, 2005). Bu arastirmanin sonucuyla paralel
sekilde Tiirkiye’de iiniversite personeli ve OYP’li arastirma gorevlileri iizerinde yapilan calismalarda ise
ortalamanin altinda orgiitsel dislanmay1 deneyimledikleri bulunmustur (Celik ve Kosar, 2015; Keklik, Saygin ve
Oral, 2013). ilkokul ve ortaokul dgretmenlerinin drgiitsel dislanma ve &rgiitsel uyum diizeyleri arasindaki iliski
ilizerine yapilan arastirmada ise ilkokul ve ortaokul 6gretmenlerinin Orgiitsel dislanma diizeylerinin ¢ok diisiik
oldugu belirlenmistir (Y1lmaz ve Akgiin, 2019). Orgiitsel dislanma ¢alisanlarin {izerinde is doyumu, orgiitsel
baglilig1 azaltan, isten ayrilmay artiran ve performansi olumsuz etkilere sahiptir (Ferris ve digerleri., 2008; Ng,
2017; Zhao ve digerleri, 2013). Dolayisiyla 6gretmenlerin okullarda diglanma yasamalari egitimin niteligi
acisindan sorunlarin ortaya ¢ikmasina neden olabilecektir. Bu agidan bu ¢aligmada sinif 6gretmenlerinin diisiik
orgiitsel dislanma yasadiklarini diistindiiklerinin bulunmasi, diglanmanin hem 6gretmen hem de 6gretimin niteligi
acisindan olumsuzluklarin ortaya ¢ikmasi olas1 olmayacagindan olumlu bir durum olarak goriilebilir.

Bu arastirmada okul miidiirlerinin paternalist liderlik davraniglarini sergileme diizeyleri ile siuf
Ogretmenlerinin oOrgiitsel diglanma yasama seviyeleri arasinda olumsuz iliski oldugu ve paternalist liderligin
orgiitsel diglanmanin anlamli bir yordayicist oldugu ortaya ¢ikmigtir. Alan yazinda paternalist liderlik ile 6rgiitsel
dislanma arasindaki iligkiyi inceleyen aragtirmalara rastlanilmadigindan bu bulgunun kiyaslanmasi diglanmayi
inceleyen arastirmalarin sonuglarina gore yapilmistir. Halis ve Demirel (2016) tarafindan yapilan ¢aligmada
paternalist liderlik davranmislari arasinda yer alan yoneticilerin destek vermeyle benzer sekilde calisanlarin
meslektaslar1 ve aile ve 6zel birinin destegini aldiklarinda orgiitsel diglanmay1 deneyim etmelerinde azalmanin
meydana gelecegi bulunmustur. Egitimin karmasik ve giic bir i olmasi nedeniyle Ogretmenler 6gretim
etkinliklerinde destek ve yardima ihtiya¢ duyabilirler. Ayrica 6gretmenler okulda igbirligi i¢erisinde ¢aligmalari
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ve birbiriyle bilgi alis verisinde bulunmalar1 egitimin niteligi acisindan faydali olabilecektir. Diglanmanin igbirligi
yapmamaya, bilgi paylasimina engel oldugu ve ¢alisanlarin birbirlerine yardimci olmalarini olumsuz etkiledigi
aragtirmalarda ortaya ¢ikmigtir (Balliet & Ferris, 2013; Gkorezis & Bellou, 2016). Bu bakimdan 6gretmenlerin
dislanma yasamalarinin engellenmesi egitimin niteligi agisindan énemlidir. Celik & Kosar (2015) tarafindan
caligma Orgiit yapisina olumlu bakan iiniversite personelinin isyerinde dislanmaya daha az maruz kaldiklarini ileri
stirmiislerdir. Paternalist liderlik 6gretmenlerin okulda aile ortamina benzer bir yap1 olusturmaya yakin iligkiler
kurma, yardim ve destek verme gibi davranislari sergilemeyi ongdrmektedir. Boylece paternalist liderler olarak
miidiirler 6gretmenler tarafindan olumlu sekilde algilanabilecek bir okul ortami olusturarak, 6gretmenlere yardim
ve rehberlik eden, yakin iligkiler kuruldugunda okulda 6gretmenler gérmezden gelindigi, 6nemsenmedigi, ciddiye
almmadig1 gibi eylemleri igeren Orgiitsel dislanma davranislarinin kendilerine yonelik yapilmayacagin
diistinebilirler. Dolayisiyla da paternalist liderlik davraniglart dgretmenlerin oOrgiitsel dislanmayi deneyim
etmelerine engel olabilecegi ifade edilebilir. Bu ¢alismanin sonucuna dayali olarak sinif 6gretmenlerinin dislanma
yasamalarina okul miidiirlerinin paternalist liderlik davraniglarii gergeklestirmelerinin  6nleyici nitelik
tagiyabilecegi ileri siiriilebilir.

Oneriler

Bu ¢alismada okul midiirlerinin paternalist liderlik davraniglarini yerine getirme diizeyleri ile smf
Ogretmenlerinin Orgiitsel dislanma yagama diizeyleri arasinda olumsuz iliski oldugu sonucuna dayali olarak
Ogretmenlerin diglanmay1 deneyim etmelerine engel olabilmek icin okul miidiirlerine asagidaki Onerilerde
bulunabilirler:

e  Okul miidiirleri 6gretmenlerle yakin iletisim ve etkilesim kurarak, onlarda siirekli ilgilenildigi duygusunu
uyandirma yoluyla 6gretmenlerin kendilerinin 6nemsendigini diisiinmeleri saglanabilir.

e  Okul miidiirleri okulda bir aileye benzer bir ortam olusturma ve okulda ¢alisanlar arasinda sicak iliskiler
gelistirerek, 6gretmenler arasinda birbirlerinin sorunlarin farkina varabilme ve sorunlarin ¢éziimii igin
dayanisma igerisinde olmalar1 saglanarak diglanmislik hissinin olusumu engellenebilir

e Okul midirleri dgretmenlerin hem mesleki hem de 6zel yasamlarina ilgi gostererek, 6zel giinleri
hatirlayip kii¢lik kutlamalar yapilarak ve okuldaki biitiin ¢alisanlarin katildig1 piknik gibi diizenlemeler
yapilarak, onlarin yalniz olmadiklar1 ve okulda ciddiye alindiklart duygusunun olusumu saglanabilir.
Boylece dgretmenlerin dislanmisliga maruz kaldiklarini diigiinmelerine engel olunabilir.

Tesekkiir ve Bilgilendirme

Bu ¢aligma 10-12 Mayis 2018 tarihlerinde Sivas’ta diizenlenen 13. Egitim Yonetimi Kongresinde sozl1ii bildiri
olarak sunulmustur.
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